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PRELIMINARY REPORT OF THE. FACULTY PROFESSIONAL
GROWTH COMMITTEE

S

P.

7

3, first 11ne* delete

"decistégg about issuing contracts."

-
. '

'
r \

~

'retentiod or promotion decisions
Make this same chqg&e throughout

[

énd insgert

the report, wherever the words 'retention or promotion" are uged.
. . o -
8, line 4: After the word "Videotaping,' ingert "and/or audiofaping."_

13, 3rd line from the bottom:
an l1fne from the hottom:

insert "means" aft

¢

to "should":
"and."
P

16, %ﬁge~3:

change "must?
change "but'’to
er *puhlicized."

in the parentheses. N

. 17, ingert at the end of 1ing 5:

14, bottom line, and p. 15, top line‘ strike af?mfﬁk material included

¢

. ) '
15, 1ine 5 under (1) (a): change "would" to "might."
15, lines 14-16: d¥lete "Counselors, for instance, might hand out evalu-

ation forms to every tenth student they counsel, the forms to be turned

.in with the student's registrd\ion materials."

16 at the end of. sectlon (c), insert: '"Whatever the amount of, notice

given, 1t should be uniform throughout the department."
Y

"In non- teacﬁinz areag,’ the staff

shpuld be responsible for working out a method of peer evaluation. For
peer evaluations to bBe meaningful, they should represent the judgment of
more than one other person.” :

19, fourth line from the bottom:

after "gstaff;" ingert "publighing and
maintaining -office hoursg:;" /

31, line 2 under '"Personal Life Style": change "live" to "life."

.
)
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INTRODUCTION

The 1974-7 compensation agreement for the St. Louis Junior College-

- -

<
Disttict contained the followiqg paragraph.

.
)

A Professional Growth Committee will be established, made up of
:’ faculgy. - This committee will recommend criteria for evaluatibn
during the first three years of employment of an individual and’
evaluation prior to the time of renewal of each five year appoint-
ment. The committee will Treport to the President's Council and the
faculties by November 1, 1974, The committee will be formed within
v two weeks after Board approval.and will be composed of one faculty
. member appointed by the Faculty .Association Preeident at each college
and two-faculty members to be elected by the faculty at each college,
election to be conducted by each College President. -The chairperson .
of the committee will be elected by the compittee. The committee
will develop criteria for evaluation of thel first three years of a
faculty member's service and cvaluation for succéeding five year
appoinfment. In the event the committee fails to arrive at mutually
acceptable criteria (President's Council and Profescional Growth
Committee and faculfies) by December 1, 1974, existing criteria
and procedures will continue to be uged until such time as agreement
can be reached

Consequently, in the late spring of 1974, a Faculty Professional
Grﬁwth coumittee was formedA_yith the following members: Richard Buckman,
Leon Gordon, and Edet Ituen, Florissant Valley, Dean Dunbar, Elisabeth

! McPherson, and Ethel Sawyer, Forest fd{k; Margaret dchneon, Joseph Longi,

and Sandralee/Phillips, Meramec. The committee has met several times during
v
thHe summer of 1974, and almost weekly since the beginning of "the fall semester.

As a gulde to its deliberations, the cgmmittee prepared and distributed to all

~ mémbero of the professiondl staff g questionnaire coi}ring what ahould137

included in evaluations, how much weight should be given each 1item, ard

whether teaching effectiveness could best be ‘measured by performance or out-~

’
-

comes. (See Appendix I.,). Approximately~3Q2/faculty membergnresponded to the

L4
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‘questionnaires. (See Appendix 1I, which shows both district and individual

«

campus responseé ) Although the questionnaire wasnleft deliberately open-
eénded (it provided space for "other" in each category), the free responses RN
were fio scattered and so varied that it ;as impossible to tabulate them;
nevertheless, somg of the suggestions were very helpful, and have‘en
incorgorated in this report.’ . @ S

-

"Perhaps the most surprising result of the questionnaire was the low

importance the faculé@ gave to work toward a doctoral degree, This item

. ranked 21st in a list of 28 possible items on whigch evaluation might be based;

accumulation of grdduate subject matter credigs rénked.lSth; This rating 1is
particularly interesting when we remember that the posseeaion of a doctoral

degree has been one of the majod requirements for advancement to the rank

of full professor, and the @ccupulation. of graduate hours one of the main
ways for more rapid promotion on the salary é@ale. The responses to the
questionnaire would seem to show that this method of making promotional

deciafsns has been,a mistake and should be seriously reconsidered byfall
5\

committees which Use it as a criterion. . p .

?

The questionnaire began with the statement, "Because we want these

" criteria [for‘evqluationg to represent your ideas, We want your response to

‘as few questions," and throughout this. report the committee has beenr guided,

but not bound; by the expressed opinion of the faculty. The questionnaire
yended withrthe invitation: “'THE COMMITTEE WILL WELCOME MORE DETAILED WRITTEN
RECOMMENDATIONS AS TO THE DIRﬁCTION ITS REPORT SHOULD TAKE." In the few

carefully considered written recommendatipgns the committee did receive, the
. @
queotion was ralced as t? what the main purpose of evaluationo should bes
)

whether they should aim toward raioing the quality of teaching or whether

-




- -
hd -

they should attempt to make discriminations on which retention or promotion

deciaioné can be baged. : . - ] S

.
.

‘From the beginning, the committee has been aware of an apparent contra-
. FETS

. diction between the name of the committee, "professional growth,”" and 1its
. \ ] ' charge, to develop criteria foy evaluation to be used for decisions affecting
N retention and promotion. Althqugh we realize that the term "evaluation"

is often used for both purposes -- assisting growth and determining'

_653motist , and although we agree that th%re is clearly a relatiompship

$

-

between the two purposes —- the more faculty memberg "grow;" the more gj ’

valuable ‘they will be to the district -- we aiso believe that the two burposes
‘ ' ' ] . ! )

must be kept distinct: Our experience ir the district,.and iﬁdeed the
national ekéerience, seems to indicate that evaluative processes should A 4
incoréorat@ different techniques for the twd purposes. A prégram for
! improving instfuét}?r caiiﬁ for diagnostic and supportivé evaluative syséeme
. \
which will asaiatu;ﬁé‘instructor in improving his/her classroom performangce; .
\' - the ;esultg‘:f'@uch diagnostie.evaiuafiona are ordinartiﬁlg;ivate, used

- only by the tizacher interested in assessing veaknesses and at;engths. -Anh

: : ]
evaluation system designed for salary determinations will not serve diagnostic

.
f A

purposes, since.all teachers will have a strong incentive to emphasize their

&treﬁgths and hide their weaknqpsee.” The results of this type of evaluation

. Al
are public, in that they axre open to igspgﬁfﬁou and use by those\in a | .
. ~pogition to affect the faculty member's-professional future.
N Because we believe these two aspects of evaluation must be considered

9 separately, we have broken this report into two par¥s: Part I deals with \d

Growth and Development; Part II deals with Criteria for Promotional

Evaluation. ~ ' ' . .
' :

N L 8 i
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The committee glsé investigated the preéent evaluation policies of

the district. Page 52 of the Administrative Procedures Ménual, Section.JA.3,

N ~

contains this statement: . .

Evaluation of Professional Staff b o

2
Each location shall be responsfble for developing a regular procedure
for annual evajluation of faculty members and administrators. These -
procedures will provide for evaluation of faculty by peers, students,
supervisors, and the individuals -themselves. This progedure.willv '
algo provide for the evaluation of administrators by staff reporting
to them, peers, and supervisors, as well as.the administrators
themselves, . (10/3/73) '

Although the committee is uncertain as to how much of the evaluation

previded fgr here 1s actually beiné carried éut on the three campuses,
nothing in this polici conflicts g}th faculty_opinion as expressed 1in tﬁe
1974 queqtionnai?es. More thgn 80% of those resbonding believe that .
class or work observati;n by supervisors or cha%rpersdns, and written

-

evaluations by supervisors or chairpersons, should be given heévy or

-

‘moderate weight. More than 70% endorsed clags or work observation by
. M ’ -

peerd'pnd written student evaluations; more than 65% endorsed written

self-evaluations and written peer evaluatlions.

¥ \

And although this policy statement is specific about yho should do
the evaluating, it makes no statement as to what should be evaluated, or

how, nor doeo it mention why the evaluations are made, whether for growth

+

and improvement or for promotion/retention decisiohs. In only one area,
Y

“student evaluation of instructfon, could we find a more specific statemeft .

A%

On December 7, g972 the Junior Coliege District Council approved the

following statement: PR
1. Eac¢h department be allowed to design its own form for evaluatioh.
a. The results of said evaluation to be available upon request
to the Department Chairman, the Division Chairman, the Dean

of Inotruction and ANYONE else with the permission of the
- instructor evaluated.

- : \

.
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_ / b} Fach member of tlfe department be REQUIRED to adminiéter
| . . the department s evaluation tg-students.” Student evaluationd
of instructipn would be adm?ﬁggtered prior to completion of . 2t
- the overall yearly evaluation of each faculty meimber in order
Q  to allow the information contained therein to§be given con- .
sideration 'before the letting of contracts., '

v

¥

8 c. The evéiuation\gorm should be given in each different course
*that the profesdor instructs but NOT NECESSARILY in each -
( .« section. ‘/f - ' ) .

- R
? _ d. That the evéiég;ion form itself contain when (a date), and’ ’
uﬁ&h¢ what cepnditions the forms would be available to’ studqpts. '

’ . [all emphasis contained in the original]

That the major purpose of these student evaluations’ is promotioﬁ and a

[ - [
reténtion is made clear from the wording, especially in section (b).

. . ¢, ' ‘
> : : (;hether the’ evaluations are also intdnded to serve as a guide to gtudents

in selecting classes and instructors ig less clear: does section (d) mean

I~

]

to provide for when dnd how the evqluations will bé given in each clasby
~or does 1t imply\that the results of the student evaluations will be made

available to students? This question needs to be answered.
. . P A

s ~
Both of the present procedures on evaluation do, however, rest on a .

philoéophy which the gemmittec believes should be retained: rather than

impoeing: a Bingle'rigid evaluation system on the' whole district, they place

the reaponaibility on the loeationé‘(Adninistrative Procedures Manual) and

on the 'departments (Council statement of December 1972) .2\ _If evaluation
t@ma77for either growth or promotion are to uork successfully, they (f

~ must have the consent and. cooperation of ever%pne involved in the eyaidation

process. That\noneent will ba given dﬁly 1f departments and divis s feel
sure that the purposes of evaluation fit the purposes of the departmeit, the

divigion, the college, and the district, as they .see those'purposes. They

kS
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d

LS

need to be cértain that people are not beimg evaluated in terms of thin%ﬁ

for which they did not know they were reSponsible, or in ways that do not
/'/M

jibe with those responsibilities. Unless faculty members have confidence

in ‘the proc&ss, any evaluationﬁsystem no matter how carefully it 1is worked

out nor how fairly it is administered will create an atmosphere of

suspicion and regentment.

A Y

Each departme;t qnd division must be i;volved iﬁ describing the jobs
and responsibilities in its ‘area, determining its educational and professional
ailms, recbméending the kind ofzgrowth ﬁqogramg that w11£ help its members
develop into better teachers, <ana deciding .how the achievement of the

L)
faculty members in its area can be most fairly and effectively measured. ;
LY : /‘
The committee has, therefore, asked each divibion in the district to
l) decide what should be in its job descriptions and general Aepartment nims,

\
. 2) agree on what constitutes (or should constitute) proféssional growth and Co.

- . ‘ /

development in its area;

3) ??ke specific ﬂgcommendationa as to how the four'post importanb,é¥ement9
of evaluation s&ohld be measured in’ fts area.

Fulfil}ing these three requests is not an easy task, and it cannot be done

hastily. The committee has asked the departments and divisions to report,

in writing, in December and in March, and when those reports come in they

_ . should be carefully reviewed, either by this Eﬁh@}ttée or another committee

to be elected for the purpose. - A
The present report, then, is only preliminary to &he larger job that
must be done. This report recommends that evaluations for faculty growth

be kept separate from evaluations for promotion and retention, and makes

>
-

gome suggestions for ways of promzzzz? growth. . Thds report also makes
8

. \ . .
more gpecific what should be congi ered in promotional evaluations, and

’ -
the relative weight each item should be given.

=~ o 11
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PART ‘'I: GROWTH AND DEVELOPMENT Do »
Progfams-for grovwth énd development have as gheir pfincibal aim the
geqeral improvement'of the.di;trict. Such programs are intended to'improve>
,what the coliéges offer to the community, h§§3they offer it, and how

succeégfully the offerings are received. They are not benefits offered to
indiu}duai%; they are benefits to the»wh;ie. ’But sincé colleges are .
compoged of people, improvements in the district must come through the - .
co?ciﬁued growth and development of thdvcollege staff.

<&, ¢/ Although’ growth programs can do three gzhings: enlarge horizono;
gﬁintain shills'aﬂd techniques already présent; and remedy problemg, .
ﬁrobably‘their most important function is.to discover what thé problemo
hrg. Until problems have been ideﬁtified, they cannot be re&edied.

; o . . . o

Since many growth and .development programs will-probably be in
} ﬁindiviéual departments or divisiPna; the‘districf sh;uld conagider assign- :

ing a portion of released time money to divisions to be used at.their

disgretion.

«} ) . ’ ;

3
Diagnostic Techniques

~ .

Improvemént in classroom effecpiveneas iy undoubtedly the most

important kind of growth for any teacher, but it e quegtionable whether
[ :
-~ _.gpignificant improvemenb in 1n0truction can take place without some adequate

way of asscessing what°works and what doesn't. Such assessments, Lf they

: . } : .
ate undertcken honestly and openly, mubt be free of the féur that regultso
0 - * s
will be used for reward%ng "good" teacherg and puniching "bad" teachers.
1
The purpoce of diqgnog}ic evaluations is self-improvemént, and whatever io
i

dioccovered byaouch\methoda should be included in promotion decisions ‘only

if the teacher involved decides they should be conaidgred, by incorporating

them in a oelf-evaluation. ‘1%2
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".. some of the cbservers

BN . . o . .
A
“ - oo . . . -
. Ve . ’ . P . . ]
’ -~ ¢ - [
.

'Alghougp existing diagpogtiﬁ techniques gre far from perfect, séveral

v

s
=
&

.

:kinds are being S%ScessfulLy'used in some éollegesl Three'methods'deserve
serious consideration: : . .
. *-

: S L g
_ R, .
For this method to give useful results, it is not' enough'to ..

Videotaping:

]

- v

- tape a siqgléAclasq} the first time the telgjision camera appears, both °

the.teachey and the students are likely to behave selfcons%ioﬁsly and

©

"perform." One college ﬁhich uses this system tapes eightéen hours. of class
and then :andomly‘sel?cts sections from the begiqning, middle, and end of

. K » \
the taped sequence. After the ﬁﬁpe has been cut to a.reasonable length,

. the teacher-can study it, in private, with colleagues, or perhaps with

T o

students. This method affords teachers an oppor;uﬁity for éelf—andiysis

and{feflectiop on their own teaching styles, and a second chance to see

how their students are reacting. It is' often possible to notice, from the

\

ra; things .that go hﬁﬂgticgd while the.class is being taught”
Iy :

view -of thﬁ\ii:e
Trained Obsetvers: This method requires“thét selected faculty members be

specially trained to observe and report what goes on in classrooms. Then

several sessibns of .the same class,

’

ﬁfe trained faculty membags attend

discussing with the teacher in non-judgmental and non-evaluative terms
what they have seen happenjng.  Since the emphasis here is on teaching
methods and their effect, rather than on knowledge of a special discipline;

3. e

should probably be from outside.the t

eacher’'s own

field.

'Becguse the information we have so far seems to explodeg

%

Student Input:
the theories which downgrade student eQAIUatiQﬁé as a reliable measure of

o

classroom effectiveness; the group judgment of students becomes an important
part of any diaghostic process. District experience, however, implies “that

a college-wide evaluation form is too broad and general to provide much

)

13




useful ipformation, and national experience seems to indicate the same
r - p ]

- . .~ conclusion. Student evaluation forms must .be tailored to fit the courses
in which they are used. Kansas State University, for instance, has

Y

. kdeveﬁopéd.g diagnostic form which allows f?culty members to select

o objectives for indiéidual courses and Ghen’correlaées the students' responses

towﬁﬁose selectéd-purposes. Since the critical factors influencing student

evaluation appear to bé class size and student motivaﬁion, the evaluative

te?hnique used at Kans;s étate takes these two factors into account. Dthg:

va;;ables sometimes thought to influence student opinion, such as the

grade ekpected, the year in school, or age, seem to be inéignificant.

Becaus%_the Kansas State procedure seems especially useful, the committee

has written for more complete information, and recommen&s:that the data

and ‘correlations collected over a five year period bé %?réfully gtudied.
;Whatever @iagnostic form is usea,'thére-is some danger thatﬁif student

ev%lqgt%ons\ére given fbrrbqth diagnosiq gn&.promofion; students will

become so bored by the evaluation;prqceqs that they will resgznd hastily
and carelessly. One possible solution is to give diagnostic evaluatioms

one semester, promotional evaluations the next. Teachers who benefit from
@the advice on the diagnostic evaluations might find that their promotional
& R

evaluations gave them a better rating. 1f separate forms pfoved too

cumbersome, it should be possible to devise an evaluation instrument in

which the diagnostic information could be separated from the promotional

information; a portion of the results could be accessible to the adminlstra-
. . ,

tion and the rest could be confidential,

LW
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Other Methods for Promoting Growth -

The list that follows is far from cplete, It is intended only to

suégest some ways that faculty growth can be éromotgd: , -

2 |
A .

Other Methods for Promoting Gf6wth'

1

a) Discipline Meetings: Although most departments and divisions in the

district meet regularly on their own campuses, these meetings are ordinarily
devoted to pfoCedﬁggl announcements, ﬁousekeeéing decisions, aﬁd comuittee
reports; they are "busiﬁess“ meeé;ngsf 1f, however, members of the same
discipline , eitﬁer on the same c:mpus or on all three campuses, could

meet regularly for the sole éurpqse of demonstrating succegsful techniqﬁeg,

exchanging successful aésignmegts, or shariﬁg innovative ideas, every

faculty member might gain something which .could be adapted to his/hex own

-

z

classes. Successful teachers from dutside the distriét, q% specialists

-in certain aspécts of the discpline, could be invited as speakers or

» L

consultants. ' " )

b) Cross-discipline Meetings: One of the“problemé for many college students

2 Lo

is seéing the relationship between what they are taught in one class and

»

what they are taught in another. Often the" information or the advice seems
not only unrelated but actually contradicﬁory. And mény teachers are'
victims of the same problem: they are unfamiiiar‘with thé aims or the

pﬁilosophy of other courses or other disciplines. Meetings between

. departments, where the intention was to understand rather than to judge,

might help to eliminate these confusions.?, Actual samples of assignments

-




.

- .

" and fests, aslwell as scheduled cross—discipline class visits, could help

. .
teachers view themselves as partners-in a larger project rather than as

isolated representatives of a §ing;b field. At these meetings, too, outside
o
_ L : <
consultants, specialists, or observers might -assist- in faculty growth.

-

c) Methods Seminars: In whatever fields teachers are working, they face
some of the same problems. How can they reach students who are not print-
Q

oriented? How can they determine the rEading‘level_of the‘text'they are
using? How can they *frame their assignments so students will be turned on
rather than off? How much allowance should they make for unpre%%&}ablg crises

4

in students' lives? Much of the expertise to deal with these problems 1is

available within the'district; some of it might come from outside. Seminars
concentrating on some of these problems -~ the questiOns ate intended only

as examples -- would make a considerable contribution to faculty.development.

d) Professional Coﬁf%rences: No matter how much in-serviqg training 1is -
offered within the district, most téacherg»grow and devélop t?roughethel
stimulation of exﬁhang%ng‘ideas with teachers from other'afeas. To avoid
insulafity, ;he district must prdvide encouragement and support for teachers
to attend professional coﬂférencesf. Teachers must be allowed to provide
sgitabie out-of-class assignments for their clasées'during the teacher's
absénce; and they must_be given{enough financial. assistance that attending

¢

conferences will not be “impossible ‘for those on a tight budget.

None of the suggestions for f?culty growth ahd§3evelopment made .here
ecould be achieved without some cost to the district. All of them would
require a commitment of time, from both administrators and faculty, and

o B
money, from some source. The need for time is obvious: it would take

v
time to plan the projects, to put them 1n operation, and to attend them.:

16 I
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Br. Fordyce's memorandum of Septembei 1%, 1974:

-

’

L4

It would take money to provide'thelequipdeﬁtg materials and staff for

R .
a successful videotaping project; to train faculty to act as é¢lassroom

-
.

A N
observers; to acquire tested\diagnostic.student evaluation systems; to ~N

pay for outside speciéiists and consultants; to increase district attendance

~ 4 <

at'ptqfesaional conferences.d Wé'agrée, however, with the first premise in

4

As an institution established to assist people in the deve}opment_
of their greatest potential, the Digtrict should be committed. to
professional development of each staff member. -

The district must, we believe,-put at least as much emphasis on growth and

development as a means of promoting'téaéhing excellence as it does on

growth and development as a measure of who should be prémoted.

v

-

-
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PART II: CRITERIA FOR PROMOTIONAL EVALUATION o . ) N
, . 3 4 o - o

- - 'S
- ~ .

1f pﬁesent district policy were -put into operation all faculty members,

like all administrators, would be evaluated annually by their peers, their

0
4

students, their supervisors,‘andithemselves. This portion of our report

offers general guidelines as to what should‘be included in those evaluations, g
but it makes no attempt to develop the forms that should be used o to
0 L. . -
establish quantitative formulae showing where emphasis ;h uld be placed.
¢ : ) .
, When those degisions are made, they must .be made individually by the’
departments and the divisions., : k
The committee does recommend, however,pthat every faculty member.being
~considered for promotion receive a satisfactory rating in each of the four *
e
) categories to be discussed in section A: )
. “ Classroom effectiveness (or job effectiveness, for non-teaching ”
‘ faculty) ' <
g ‘ ; <Attendance and reliability s .
- Contributions to department and division g v .
Keeping up-to~date in the field ‘

and in addition make some contributions in the optional categoried to
bewdiscusséd in section B.

- .- \

Faculty members who are being, considered for retention, and who receive \N,

less than satisfactory ratings in 4ny of the four major categoriles, should

| Jose e, A

be given at least a year to raise their ratings and should be offered all
t 4 .
‘  the Opportunities outlined in' Part I, un%er Growth and Development, to ,

asgist them in their efforts.

In expefimental courses where new techniques and programs are being

i

tried, assessment of classroom effectiveness should be diagnostic only.
For beginning teachers, too, the emphasis must be on diagnostic evaluation,

. but during the first yeat supervisors and peers should work closely with
: )

the teacher to determine classrnom effectiveness.
\)‘ . 3 ‘l

i | 18 o .
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K ETG committee further recommends that all faculty who believe that their

pnomotional.evaluations give an unfair picture of théir effectiveness or

L ]
their contributions should have clearly specified and widely- publicized ,
N ;

of appeal. . S e ¥

A : -

Section.A ¢ Required categories - =

Facﬁlty being considered for promotion and’/retention should have
. “ - .
satisfactory ratings in all four of these categories.'

Classroom effectiveness: By far th; most important category on which

evaluations should he based -~ and by far ‘the most difficult to define, by g

far the most difficult to measure -~ 1s éugﬁessful teaching. There are, in

B % .

geqeral, two approacheg to such measurements: performance -(vhat does thg
teacher do?) and outcomes (@hak can students do, or whatqdo they know, ‘as a
pesult of what the teacher did?) By a rather large majority (65%) she
district fécu%ﬁ& prefer to be evaluated on performance, although some f

them- (nearly 10%) believe a combination of methods should be used. The

254 who favor ouQcomes, however, seem enough to justify a choice on the

part of any faculty member. If teachers are in a discipline where objectives.
¢an be'qu@ntita;ively stated and objectively m2asured, and 1f the teachers
believe that variations in motivation, ability, and experiemce can be safely

A%

disregarded, they should be free to elect outcome evaluations, measured,

. for'examﬁ%?, in terms of pre- and post-tests, of students' ability to

perform prescribed tasks, of scores on profeesionq&)or sfandardized examinations.

The majority of the faculty, however, will prefer to be evaluated on'
performance, and although the. questionnaire seems to show some preference>~
' .
for relying primarily on the judgment of supervisors or chairpersonB‘AFhe

s .
committee recommends that each evaluation incorporate opinion from four sources:

supervisors; students; peers (including classified staff who work with or

13
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for the faculty member)' and the person being evaluatéd.
In spite of tht fact that much of this report is stated in terms that
apply mainly to teaching, the cdwmittee does not mean to omit faculty who
~ are assigned'fé‘non—teaching responsibilities. The sucgess with which
librarians or-counselors, for inétaﬁce, performAtheir assignments ié of
.equal importance to the district. It is essentigl that .specific job:
descriptiond be m;de av;ilable for all no;;teaching assignments. The,job
descriptions shouid outliné‘responsibilities and expectations in detail
} .
v

- and whatever evaluation ifnstruments are.used should }elate clearly to **

those descriptions. Non-teaching fgculty, too, should have a choice as to
. N ' ) ' ’

Aot

. . L)
how they want their effectiveness evaluated: either on what they are observed

.to do, or on the results of their'doing. And although in some non-teaching

aasigﬁments, student judgm&nts may be more difficult to obtaip than in }1

classrooms, the possibility should not be, ignored. Counselors, for instanqe,‘

might hind out evaluation, forms to every tenth student they .counsel, the -
formis to be trwrned in with the student's rsgistrafion‘materials.

Among the ways by which effgctiveness can be measured are:

(1) Class‘;r vork observation by chairpersons or supervﬁsors

. " A s
a) A routi&g checklist should not be used, although some guide

as to what should be épnsideréd pfobébly ought to be furnished
tb évery supervisor. Instead, a specific descriptive paragraph
digcussipg what went on in the visited class (or the observed
job) would be a fairer means of'determining effectivenebs.

b) To gegq; true plcture of what the ﬂaculty member is doing, a

supervisor should visit two or three successive sessions of the

\Q”.i

i -

same class (or make two or three successive job oheervations). If

that is not possible, at least one entlire class sesglon must be

observed; to do less 1s to be unfalr to the faculty member and

. ‘ 50
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to give a distorted: viey of what is going on,

L4

c) Although it is a courtesy to ask teachers uhether a\visit would

be convenient, it is probably ,a mistake qd'give too much advance
notiée. If the teacher makes elaborate preparations for the
- visit, the observer is, unlikely to get an accurate 1mpr?5fion ) -

of a normal class seasign, and the teacher may actually be put

at a.disadvantage by worrying®too much sbout the impression

to be created. Ordinarilys five or tenxminuteg édvance ﬁ%tice
?g enough, andsif an i::ézg;;aned or overly nervous faculty
wenber is obviously thrown off stride by the obaervqtion, the
supervigor ahbulﬁ arr;nge to attend the next session of the
. sﬁme class or, if necedsary, the né*t. ? )
d) The supervisor's written cqugnta on the clasd'ahdﬂld be given
to the teacher within two days after the visit, and time
arranged for\g/discussion of what Happened in the class. The -
faculty member should, of course, havé"ﬁn'oﬁpo}tunit} to respond
in writing to the supervigor's evqluation, as 18 presently the
practid; in the qietrict, and that response shguld become a part

A of his egaluaj;i'én.

2

(2) Claso or work observations by peers: To avoid depending on a single

. Judgment, every teacher should have at least one session of one class

vigited by another teacher who 1s not acting as a supervisor, The same

procedures should be followed in peer vistts as in supervisor's visjts.
, ‘

And to avoid the possibility of "you-give-me-a~-good~rating, I'll-give~-

you-one,” no two teachers should exchange vigits; that is, if Professor

?

2]
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A observes Professor B's class, Professor B may not be the observer

&

for Prgfegsor A. For this purpose, department and division chaifpersons
- . \ .

will not be considered peers, since they wfTl already have vis;ted in a

g -4 .
supervisory capacity, but teaching department and division chairpersons

-~ -

.

(3) Student Evaluations: Because no single evaluation ingtrument fits

éust be.vidited b§ another teachér in theinAdchipline;

the needs of all areas, or all classes, and because students become

- - .

bored with answering the fame questions again and again, each department

& ' L
mugfpwork out fts own student evaluation form, fitted to its own needs. -

™~

In addition to the district .‘requiféments (see pages 3-4 of this report),

the committee suggests that the followin® guldelines be used:

-~

a) The evaluation forms adopted by a department need not necessarily

¢

be-the same for 1ll courses within the depargment, but each

evaluati;n form must be prepared andyappfbveé by more than one

faculty member, | . ) .

b) fhe evaluation forms for each course must be éelated to the
objectives of that coufse, appropriate to the instructional
me;hods used\}n the course; and usdfﬁl f?r the purposes of

- promotional evqluation. !ﬂ?

c) .Copiés of the evaluation forms to be used must be filed wilh
the Division Chairperson and ;he Deanr oé Instruction before

.

the evaluation formo are given to students. The Chairperson
and/or the Dean may review the forms with the department if
the suggested forms ceem inapprépriatf for the course objectives,

o <
the instructional methods, orpthe yearly eva luation of teachers.

A}
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d) An eﬁflﬁation mugt take place in each different course taught
by each faculty member cach year; evalﬁatidhs'max be given

in cach section ecach semester, at the discretion of the faculty

g -

member. . : c : . 3

. . (A - " " ,35’,;»./%
e) Egch department will decide who will be responsible for giving
- and collecting the’ evaluation forms; in one-person depéttments,‘
the 'Division ‘Chairperson must be included in the decision.

‘ . The peraon who gives and collects the evaluation forms must,
r .

W

vin all ceses, be someone other than the teacher.

f) Teachers must be consulted in arranging_a convenient time for

the evaluationatto be given.

L]

g) Bach depattment will decide by ‘what date the results will be -

-~

X

compiled, but firet semegster results must be compiled before
the overall yearly evaluation of each faculty member 18 completed.

Each department must decide who will compile the reoufta of the

evaluations, how they will be compiled, and where the results

\.,/ ”‘\ W

will be kept. After the resulfs have been compiled, the

’
individual forms may be retained by the department or-discarded,
according to departmental decision. But in no case will the
instructor see the rzw evaluations before grades for the sémester

P . '; ) are given,
1) If summary results are compiled before the end of the semester, °
. ' teachers may discuses the evaluation results with the class.
J) The department chairperson, the division chairperson, the dean

of instruction, and the president of the college may see the

evaluation results without the permission of the faculty mémber,

A
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' B . ‘ | ‘ - . o = (
RN - but not w%thouﬁ the faculty member's knowledge. - Aéide'from _ i‘“;
/(f\ ;hese‘authorized per;oné, aﬁ& other member of'th;-collége ﬁa;'
- ) . see ehe results with th; permission of the ;eaqher;

k) The resulté of the evaluations must -be kept 5or not less than

U, ' 8 E o - ., Tt o b . S . . : ¢
cox ? ¢ tiree years nor more than\fiqg,' s ) ., L

.‘ é ~_°,’. Co ‘ , A o ’ ) . .~ ' .‘ . / B ‘ ..
* ‘ . (&) Self-evaluations: All faculty members should submit to their -

..

TN . e
chalirpersons or supervisors a written assessment of what they.have\achieve&a *
< . rd . .

" ) A .

during the year.‘ In addition to the. frank evalwetion og teaching
. effecfiveness, the assessments may include an account of the bptiogal !
congributions described iﬁ Section B of thid report. This éelf—eva}uation
18 faculty member's opportunity to keep the chairperson or supervisor

reminided of what has been done, and to insure that the completed evaluation
c i ;
. . ,
contailns no misrepresentati o .
contal P onget | )

‘ Attendance and Reliability: Reliability entails ,faculty members giving’éé
.  ; : much gdvaﬂce notice of absence as is feasible, and justifying class or job
absences to.supervisors: Being absent without advance notice is not comsidered
accéptable except in extreme emergencies. Supervisors\are responsible for
documenting faculty abséhces so that if a p;tt;rn of unjustifiable absence

or failure to notify emerges, the lack of attendance and the unreliability

can become a negative part of the faculty member's evaluation.

e

Reliability also includes returﬁing student work promptly; kéeping
‘appointments with gtudents or staff; turning grades in on time; keeping \
accurate records of incompf%tee, withdrawals, independent study contracts,

etc,; responding promptly to memoranda and requests for information;

punctuality,. RN

21 . -
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s

Contributigps to Department and Division: Contfibuting to the department or ! /

. N ' .
dfvision includes more than just membership. 1t _involves actiVities‘which
.- g o

serve to-maintainv'" uelop, or change departmeﬂtél or diviqibnal policie&.

Activities included in this category range from regular attendqgca at meetings

‘

througﬁ developing or critiquing courses, .to being willing to serve ag
. r
department or division chairperson. While the(%%st below 1g- not all V4

.

incluﬂive, it does illuatrate the kind of’ things that lhould be considered

in~asgesaihg contributions to department or division: .
working on departmental or divisional committees%
serving ag depn;tment or division representatiye on college or district
comrittees; \ .
developing progrems and activiuiea which benefdt the department or ~
division, for example, organizing and/on spongoring departmental

or divisional clubs;

being willing to accept teaching schedules that adequately coGﬁr ‘

N .

.'departmental or divisional needs, provided that swkward or
]

unpopular times are équitably distributed;
responding to departmental or divisional inquiries and reqneets fully

and promptly; )
showing willingness to advise other faculty mambera on uork-related p;oblems.
Although the chairperson of the department or division is probebly in the -

begt poaitipn to evaluate contributions to the department‘or division, such

contributions may also be included in peer evaluations and in self-evaluationg.
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v ) ’ .

Keeping Up—-to~date in the Field: In“the light of growing and changing

knowledge in almost every f?eld, involving both ideas and technksues, it

is important that no faculty membar's knowledge, swareness, or method ‘

& . '

. o R .
become obsolete.” Each faculty member should ghow reasonable attempts at,
. . . - . & .

e

and success in, keeﬁing up with new developments in his/her ffeld. -Such

attempts can take the form of refresher courses; participation in and e

.;contribution to seminars, workshops, ana conferences related to the subject
)
area; 1independent reading in books and joumals; or personal investigatjions
undertaken in other ways. Faculty members who 1ish critiques, revieus,

articles, etc., in their fields can be assumed to have convinced editors,

)

at least, that they have kept up with new developments.
m - .
Keeping up in the field comprises both tangible and intangible elements.

Tengible elements include such things as graduate hours, professional

publications or exhibits, attendance at college or district in~service sessions,

active participation in professional organizationb, keeping abreunst of

-

journals, and consultations in the field. Intangible elements include

ES . ’- \ B . - -

the impressioris of other peophe_working in the same fileld. Such impressions
et - " - .

~Gxe based on discussions, on knowing who is frequently dought out for ideas .~

and opiniong, sometimes on class visitations. In spite of how hard they

are to pin ddwn; such impressions, espﬁgially if they ;are shared by more

than ;one person, are usually fairly accurate. £

The assumption is that all faculey will, by some method, keep abreast
of developmentssﬁn their fields;quhis item should count.against a faculty

?
member 1f it can be specifically demonstrated that the faculty member is

not aware of, or does not understand) new ideas and approaches that relate /

to his/her teaching.

06
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Section B: Qﬁiional catengfis

v

In addition to showing satisfactcry performance in all the four areas’ ‘]

described in Section A, each faculty member must demonstrate'satisfactory , B

nerformance in several of ‘the areas described below. Certainly no faculty o
. . . , M - Q . .

member should be evaluated in all these optional categories, but faculty =

who fail to make contributions in some categories in each group are performing

at a minimal level, The committee reccmmends,that the'specificMWeights to be
o . , PR , _
given each category, and the numbers of items in which faculty should make

contributions, be determined only after this systeﬁéhas been'used for an Ty

experimental.period and the faculty have had an opportunity to test and

review it. )
- ] ("___/——" . . .
The categories have been grouped according to the importance the Junior

Ccllege District faculty believe tney should be given. Asterisks indicate - -~
categories which should be giuen special weight in assignments to.which they

seem particularly applicable. Lo .

[

Py

(1) IMPORTANT - outstanding performance here should be heavily weighted.

Innovation in Teaching Methods; Course or Curriculum Development; Development
) -

of Instructional Materialsi All these categories refer to changes actually

used in .the facdl\z member's classea, or in the classes of other members of

the department. Work on simple, regular revisions of course methods and materials

is expected of all teaching faculty as part of their jobs. If an innovation

is to be judged successful a major difference ln methods and/or materials

N
muststaie place, and significant improvement in results must be shown. The™ - -
differences should be judged ndt only by denartment and division chairperscns
but also by otner\Faculty in the department, a%d a‘formal evaluative process,

in whi%h stuﬂents are included, should be set up to measure the effectiveness

of the innovations. On the other hand, 1t should be redognized that the
‘ ,
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term  "experiment” does not guarantee success, and even though some experiments
e . / , o- .
fail, teachers should not be penalized for attempting innovations. And

although innovation and experimenting are always important, greater weight
should be given to material produted on the faculty member's own time than

to material which has already been-subsi&ized by released or extended time,'

grants, etc. - . o - o

N Al

I

- Ability to Work Smoothly with Péers and Supervisors means_approaching

professional issues objectively, avoiding personal attacks on other people,

and recognizing when comments and suggestions from other people are not

’

meant as~person§l attacks. Although thiS‘Cétegory'verges on professionaf% ,
. ’ “'v 3 ('; A .
* ethics, it does not include the kind of unethical behavior whieh could best

AN O L4 .
be handled by a grievance -conmittee. This category does include tespecting

and‘gonsidering points . of view other than your own;. it does not mean

-

being a nonentity or a "yes man" -- or woman. _ Because evaluations uﬁder )
. ‘ \ . Y
this item are usually negative (fallure to work smoothly counts against the

hY

faculty member being evaluath), both supervisors and peers must be prepared
to give specific substantiation té their judgments.

e . . . k]
Willinggess to Accept Advice or Help means being receptive to suggestions for

¥

modification and/or cliange in areas directly related to the faculty member's

duties in the district. It includes advice from administration, colleagues,
or ssgaents. However, willingness to accept advice should not be interpreted

as passively following without question the dictums handed down to the faculty

member; instead, it means a kind of openness and a willingness to evaluate

-

one's own actions and to entertain alternatives. Such willingness 1is especially

AW J
important .when portions of earlier evaluations have indicated that advice or
o help is needed. But,'lgge the ability to work smoothly with others, this o
- : ' *’
.

! Y
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item 1s largely negative, andAsupervisors who believe a faculty member is

[+ 3

unwilling to accept advice or help should give specific substantiation. .

4
N

&

Availabilitxﬁtogstudents Outside Required Office Hours refers to//he flexibility

a one—to—one basis, Such instructors give individual help at times and under

of instructors, ‘and the degree of their willingness to work with students on

i .
-

3
4

circumstances which require extra effort and time on their part. Student

evaluation” fqrms should give information on this point, and-further evidence
LR

of such extr effort may be contained in the faculty member s self-evaluation.
Usually, however, such extra effort will be common knowledge in the department

or division and can be included in the supervisor's evaluation.

»

13

(2) VALUABLE - contributions in this area help students, faculty members, and,

.
N ’ ¢
.

s

Student Counseling and Placement means giving advice to students in educational,

colleges.

social, and pef%onal mdatters; referring students t: appropriate supportive
sérrices both in and outside the distriect; and adv;sing and placing students {
in academic and VOCatkpnal or career programs. For faculty whose main axgign-.
ment 1s counseling and placement, success in this area 1s an essential part°

. -

of tifeir evaluation; but for faculty whose main assignment is teaching,

especially in non-career areas,'such counseling should be given considerable

weight in their evaluations. Again, evidence of such counseling should be
found in student evaluations, and may be contained in the instructor's self-

evaluation, in peer evaluations, or in supervisor's evaluations.

A
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Work on College and District Committees means giving time to any committee

+ formed 'in the district on any level, and having as its charge matters pertain-
ing to some facet of maintaining or -changing the policies gnd procedures of

the institution. MeTre membership on committees "however, 1s not enough; the

g

fagulty member must make a genuine contribution to the work of the committee. _;
In evaluating the contribution, the importance of tﬁe committee, tbe amount

of time it consumes, and the value of what it proﬂuces should all be considered.
The contribution of the individual faculty member tovthe work of the-committee
must be judged by the chairperson of the committee and the qther committee ~

members, and the opinion of the committee members is the best way of judging

the chairperson's contribution. -

&

, J
*s QPerforming What You're Teaching 1s a specialized category; bit an important

one in some areas, particularly the creative and technical fields} It refere
to the fact %hat effective teaching can ofteQ“beKdone‘by example: foxr instance,
the photograpber, compnaey, artist, or technician who works,in a iaboratory or
studio setting along witb or accessible to students!\producing or creating

with them‘and thereby setting”an example, creates an environment of learning

by doing. Creativity is personalized. What better‘wap to learn solutions

‘than by regularly dealing with the problems? ~And even though the work is

done off campus, teachers working in their own fields are expanding their

own proficiency and contributing to their own growth. Faculty‘members can make
sure their supervisors know the work they are doing by submitting an annual )

summary of such activities.

-
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Professional Publlcatlons and Exhibits refer ‘to written or created works not

-

a part of  ah instructor 8 job description, but which reflect contributions to

-~

.or leaderghip in th% instructor's field. For‘examplen although. the Junior

College District is not a research institution, active performance in the
discipline can certainly ‘enhance the instructor's and thevcollege's pursuit
of,eﬁ%éllence._ Teachers in the social stiences and the humanities publish
in professional journals or produce textbooks, as do teachers ih the sclences

- -

or business.' Teachers in fine arts or in certain technologies produce exhibits
| : . .

which range from on-campus photographic 6r art shcwipgs, for inétance, to

credative materials assembled for high schools, other colleges, shoﬁpiﬁg centers,

— ‘ ‘
and professional organizations. Here again, faculty can make sure their

I3

‘_supervisors Know of their work by submitting copies ;¥0publications, issuing

'ﬁinvitatiohs to exhibits, or submitting an annual summary of such activities.

v

Consultation in Your Own Field, whether paid or unpaid, brings'recognitiOn to

,the district and ite potentialitiee, and draws attention to the competence

and function of faculty members. Consultation serves béth as a waluable public
relationa tool and as a way /of enlarging the.faculty member's own background,
effectiveresa, and grodth-in his field. Such consultations, however, should
not interfere with the fatulty member's campus responsibilities, and classes
cannot be cancelled for'cqneultations without pre-arréngement with a super-
visor. Teaching courses at other institutions, for pay, is not considered

as congultation. Again, faculty members can keep thelr supervisors informed

of their activities, and make their own assessment of the value of their work.
¢
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(3) ,USEFUL: These categories éhoold be given some consideration in evaluations.

-

MDevelopment of Community Service or Off-Campus Courses is one kind of service

a junior college offers its community. Off-campus courses mai'be pufely
ad

for community enrichment or they may be credit offerings taught off campus

and refined for,a.special group, such as offerings geared to the needs of.
the”General Motors, plant, for instance, or prison inmates, or the patrono :
of the county lgorary. Enrichment courses usually deal with special interests
or skilis, ranging from aircraft maioténance'to the zoology of Sﬁ. Louis

. Codnty Although developing and teaching sqph courses ig always a valuable
contribution, it should be given very little weight 1if it 1is part of the
teacher's regular assigqment, and less weight>if it if uyndertaken for pay A

than if ‘the time and services are donated. The faculty member can include

such-dttivitieslinithe annual summary submitted to the supervisor.

<
L

¢

Unpaid Small Group Tutoring means regularly or occasionally giving additional
coaching, drill, explanation, or applied practice to students who request or
need\is. Such sessions are in addition to normal class and laboratory hours,

counseling services, or laboratory clinics, and are voluntary on %ye faculty.

member's part., Such contributions may show up in student evaluations, and

CLE -

should be included in the faculty member's summary of what has been. accomplished.

v

Student Placement in Community Jobs meane\(l$ helping students find jobs in
their field after they have completedbtheir college progfams; and (2) finding
suitable pdrttime Wo;k, both paid and unpaid, which contributes to students'
education in the programs for which they are enrolled. For faculty fo; whom

4 .
student placement is part of their assignment, success in placement is an

»
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essential part of the evaluation; for faculty whb help with student placement

as an additional contribution, finding jobs in areas where the outside

1

employment enhances and compliments thé educational activities of the student

-

should become part of the faculty member's evaluation. The evaluation should

consider the :}ﬂé and effort expended by the'&aculty membe;,.as well as
whether the sfudent had the experiences the instructor desired for him.
Such placement activities are important for faculty members because they

keep the faculty up-to-date on the job market in their area of teaching

and help them maintain contacts in the community, contacts that ma§ directly

affect the continued success of their programs. This item 1s especially impor-~
prog )

tant for faculty working in career programs, but it can also apply to-faculty

in academic areas.

i)
. o
PR

ﬁeaponaibili;zﬁfor Environmental Taeks comprises maintenance, clean-up,

and in some cases ini‘%tory checks for laboratories, studios, and other
work areas where no paid assistant is available, or, if assisgance is
available, it includes supervising the assistant. In other words, these
are tasks which must be done for which the instructor is not paia, elther
in money or in workload credit. In evaluaging cdntributions in this area,
conside;étion should be given to reliability, to Fhe amount oﬁ‘woﬂy
involved, and to the spirit in which the extra work is done.

Enrichment Courses Outside Your Field includes graduate or undergraduate

courses, taken for credit, but not within your discipline. Because a

broad backgfo&hd of‘knowledge is often more valuable in community college

teaching than a narrow, in-depth approach, such study can be as useful to

33
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teacherg as intensive study in their own fields. I;stitutioné which believe
that education is the ability to relate your discipline to other disciplines.
+ in order to promote learnipg anﬂ enhance the, iearning experience should give!
credit for any broadening educational experiences. Credit hours are, of
. . r
course, easy to count, but the evaluation should show what courses were

;o

taken, and where.

Y » Accumulation of Graduate Subject Matter Credits means taking additional work,

for credit, in your own discipline. How heavily such courses should be weighféd

<

in evaluations depends on how closely the gradyate work relates to the teacher's ,

i ]

assignment, or to an assignment the teacher is likely to be given.

Work Toward a Doctoral Degree can, in some circles and in the eyes of some

ace;gditing agencies, enhance the prestige of th institution although,

o;dinéri&y,>the mere possession of an a?yanced degree has little beneficial
. effe;t on teachiﬁg performance. In the same way, w0rk‘toward advanced.

degrees for fagulty in\caree; progfams may or may not affect teaching

effectiveness. - . ‘ -

\ Attendance at In-Service Courses means>taking advantage of opportunities for

professional growth sponsowved, plannig, and organizeq by theAadmin{stration
of the district or campus, the division, or the department, for the purpose
of (1) informing faculty of alternative ways of increasing classrpom

?“ | effectiveness; (2) updating facuity in content specigltieg; ¢(3) informing
faculty of services and programs available to them ar to students. Through

in-service courses faculty cagfgfquire new percebtions and insights as to

their roﬁe and function in the district. Changes that occur in faculty

9

behavior.as a result of these courses 1s certafnly one facet of faculty
34
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growth, and a willingness to attend such courses to investiggte their

applicability should Be considered in faculty evaluation in about the same

prdbortioﬁ'aa courses taken for éredit at other institutions.

Advising Student Clubs means serving as the faculty member officially

responsible for the operation of the club or activity. Such responsi-

y
bility ‘can range from merely lending one's name, to the)application .
?Efffﬁ/ﬁhiCh should be given little if any credit, to heavy involvement in

meetings, trips and activities of the club -- often a considerable contribu-
tion to the college. Faculty members can make their supervisors aware of

~

the extent of their contributions in this area by describing what they

have. done in the annual summary ‘of their activities.

7

Community Service refers to voluntary work with or for people, and groups

4

of people, in the college community and the larger communities of which the
cdllgge iség)part. This includes, for example, work with a redevelopment

» - drive, neighborhood planning, the United Fund, the metropolitan Red Cross,

or Malcolm. Bliss Hospital, but very little weight should be given to
activities’ghich stem directly from the Bgrsonal interests and choices of

the facuity member and his/her family, and which do little to arone interest

in the college or the district. Faculty members who want community BerviFe

included 1in their evaluation should gubmit an account of what they™ have
done during the year, and.some justification as to why it should be

consldered.

Contributions to the Welfare of the College or District refers to activities,

i general or specific, not previously covered, but which can be interpreted as

Qo
o
~\
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contributing to the growth, development, .andpwelfare of the college or

district. It might}}nclude the loan of a staff member's personaliart works

r

for exhibit on college campuses, the assisting or consultation in departmental,

divisional, or program development between colleges, participation in a {

- .
-

speaker's bureau, contributing to the establishment or new campus activities,

helping to secure external funding for college or district programs,

. \ )
attracting scholarships from cutside groupg, efc. Any such contributions
to the welfare of the college or district can be included in the faculty

member's annual summary,of his activities.

Section C: Factors to be Omitted from all EVaiuatioBs . -

None of the following should be considered in any faculty evaluation,

“ . - X
either positively or‘negatively: -
Personal Lifé Style refers to the manner, circumistances, and situations in e

which'an individual chooses fﬁ spend his non-working live. The term compriees

personal vaiue judgments, political activiry, religious;affiliations, and
: . gsimilar habitual or occasional responses félated'to-individual choice. The
terﬁ should not be confused w;;h academic¢ freedom, where it is understood
that fécets of inleidual life style must not be seen as representative of
institutional attitudes, nor must individual life style interfere with perform-
ing one's professional responsibil@ties -- for instaﬁce, me;ting classes
irfegularly, reséonding carelessly tb normal office hours, or conducting

. - .

clasaeé ineffectively would be cansidered interference with professional

obliéationm.

/
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Political Activi:y Outgide the Clagsrooin obviously includes the right to

" spealk for'unpopular causes without- jeopardizing your job, but it also

: .
Ancludes the idea that no evaluation credit should be given for espousing .
popular causes: working for the passage of bond issues, for instance.’ T

This defigition also includes, as political activity, running for any public
N .

- office, but does not include time given to advisory boards or other such

1

projects, which should be evaluated as communify service. :

a .

Self Promotion refers-to iﬁdividuaia that attempt to better their positions
by their over-zealousness to serve in various cépacdties, but who in faZL
are not responsible. in terms ofiparticipation and productivity, or to peoplé -
who @ndeavor to ingratiate themselves with those in influence and authority.
It also includes those whoxactempt to use personality asva substitute for
performance. . ' 6

5 - R N 7
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CONCLUSION ( s
No definitive workable evaluation system can be developed in a
single step, or by a single committee, It must be a step-by-step procéés,
, . :

with eﬁeryone,whq is to be evaluated involved in developing the evaluation

system. The recommendations made in this report are-a first step. If

. &

. are ﬁdoptéd, they can be used as gtidelines for making evaluationg
in the 1974-5 year, and as an outline for departments and divisions to %
follow as they work out their own plans. The committee recommends that

the district adopt the following timetable:

1

1974-5: (1) Departments and divisions should use the recommendations.
. in this report as general guidelines for making
\ evaluations. :

-

- (2) As reports from départments and divisions come in,
the plans and procedures for evalugtion should be
reviewed and revised as needed.

Y 1975-6: The district should use the revised plané and procedures
on an experimental basis. '

1976-7: .The evaluation system should be modified as experience
vt indicates and put into effect.

.

In moking these recommendations, we are aware that we are asking for -
the commitment of a tremendous amount of time and effort. We are asking

departments and divisions to undertake a process of self-examination that

L4

will result in gpecific, written statements with which the faculdk\in those

h
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departments and divisions can live. We are asking supervisors Pnd chair-
persons to cooperate i&ffgggg;ating their jobs, and to make serious and
#®ifficult decisions.

W& believe, however, that 1if decisions on promotion and retention

are to be based on genuine evaluation, rather than on hunches and hope,
. - . : . s

the evaluation process “tannot remain superficial or secret. Supervisors

and chairpersons must do more than check boxes on a form, and faculty

 must patticipéte in the process., I "

- .
: * -

FACULTY PROFESSIONAL GROWTH COMMITTEE

Richard Buckman

Dean Dunbar

Leon Gordon

Edet Ituen , .
Margaret Johnson N
Joseph Longi

Sandralee Phillips

Ethel Sawyer

Elisabeth McPherson, Chairperson
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1. Whieh of these, items do you think should“be included.’in faculty evaluation? (The
conmittee 1s not endorsing any item; we have merely compiled a list of things that  ;

- ' APPENDIX I o .
) . . ) ) 35
TO: All Junior College District” of St. Louis Faculty o

FROM: Faculty Professional Growth Committee R SR

As you know,,the Professional Growth Committee has’ been charge&fwith developing criéeriQ
to be used in the evaluatdon of JCD faculty. Because we want these criteria to represent
your ideas, we want your regponse to a few questions. Please complete this short
questionnaire and return it, by August 26, td one of the committee members. fﬁ

. . . . v,
I'n responding to ;uggestéﬁ items, please checlk all those you think should or should not
be used, using the following scale? . .
5 - suould be heavily weighted 1 - should be considered but’ given little weight
3 - 3hould be given moderate weight 0 - should not be cbnsldered at all ‘

are scmetimes, in gsome“colleges, congldered.) ; , 5

advising student clubs oy activitfes . ’ o
innovation_ in tenching'gzihgggﬂ . S o

course or curriculum developmenf 3
work toward a doctoral degree - . ' L -
political activity outside the cimpus N - '
student counseling and placement v o w
contriputions to department/division . , y
development of instructichal materials '
wvork on college and/or district committees ;
unpald igdividual or small group tutoring
student placement in community johs
professional publications or exhibits .
classroom effectiveness, however measured - ,
availahility to students outside required office hours
accumulatiof of graduate subjedt matter credits .
attendance at in-service, non-credit, courses offered by college or district
taking enrichment courses outside your own field -
willingness to accept advice or help i ' )
developmént of community service or off-campus courses if not a primary
assigned responsibility. , )
conttibutions to local, state, or national professional organizaticns
personal life style : .
community service, as evidenced by voluntary, appointive, or elective responsibilities
personallty and self-prosotion ' - ' '
attendance and reli{ab{lity .
performing what you're teaching (i.e., art teachers vho are working artists, Englieh\
teachers who produce poetry, sclence teachers who do reséarch) :
unpaid consultation in your own field .
ability to work smoothly with peers and supervisors .
responsibility for environmental tasks (issuance and monitoring of physical supplies,
cleanup in labs, theaters, etc., when student assistance is not avallable)

hat else? ) =

I1I. Which way of measuring faculty accomplishment do you prefer? (Please check only one)

PERFORMANCE, ad measured by observatioms, judgment of chalrpersons, peers, ptudents,
supervisorg, etc. :

OUTCOMES, as measured againgt specified individualize
or accomplishment, or both

OTHER (be specific)

'

d goals or by student achievement

40
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._Faculty Professional Growth gzmmittee:

written self—evaluations

: other (be specific)

. : . o
I1I. In measuring performance, which of these methods should or should not be used’
(Please’ use the scale given on page 1) : ’
- class observation or work observation by supervisors or chalrpersons
class observation or work observation by peers , - . ¢ .
written student eyaluations s \§
written peer evaluattons T~ . - ')' ‘

o N

written. eva]uations by chairpersons or supervisors

grievarces filed or complaints received from students
grievances filed or complaints received from peers ,
grievances filed or compIaints received from chairpersons or supervisors

&
IV. ‘In measuring outcomes which of these methods should or should not be used?
' (Please ‘use the scale given on page 1) - . )

for teachers, an answer to ‘the question, "Did the learner learn what I intended that

she/he learn?" : B
for non-teaching faculty, an answer to the question, "Have the specified goals I- set for

the year been met?"
summary of passing grades achieved by students ,
quantity of work. produced in non—teaching assignments .
achievement of students as measured- -by pre-~ and post-tests .

-summary.of students meeting specified behavioral objectives

summary of specified behavioral objectives met by non~teaching faculty
for teathers) number of student .cred{t hours produced each semester
other (be specific)

Al

' OPTIONAL: _PleaseTQBn't delay returning this questionnaire because you find this

question difficult to answer. If you can answer, do; if you can't, leave it blank.A |

If you have been 'at least a year with the district, what do you think have been the
criteria used in evaluating you 1in the past? Please begin with those you think have
been given the most: weight and end with those given the least Wweight.

-
.

-
.

You need not sign your name to this questionnaire but the following information will
be helpful to the: committee: o
Focation (college) Department or division

7~

Number of years with the JCD Female Male - Fulltime _ Parttime

Claesroom teacher with fill load __Classroom teacher with released time

Couniselor/advigor Instructional Resource faculty ‘

Department chairperson_teaching.fewer than 12 hours- - Department chairperson teaching
12 hours, not including overload Division chairperson, some teaching .

Division chairperson no teaching, Other (please specify)

THE COMMITTEF WILL WELCOME MORE DETAILED WRITTEN RECOMMENDATIONS AS TO THE DIRECTION
ITS REPORT SHOULD TAKE, IF YOU WANT TO MAKE SUCH RECOMMENDATIONS, PLEASE GIVE THEM
TO SOME CQMyITTEE MEMBER SIGNED OR UNSIGNED AS SOON AS POSSIBLE.

83

Dean Dunbar, FPCC
Ethel Sawyer, FPCC
Liz McPherson, FPCC (Chairperson)

Rich Buclaman, FVCC Margéret Johnson, MCC

Leon Gordon, FVCC ° Joseph Longi, MCC

Edet B, Ituen; FVCC . Sandy Phillips, MGC

a
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weight
4,63

4,03
3.76
3,73
3.72
3.47
3.28

3:.08

2,82

\\ 2.57

2.56
2.44

-
Average

APPENDIX II - . 37

" Responses to Faculty Professional Growth Quectionnaire
DISTRICTWIDE, combining FPCC, FVCC, and Meramec
August, 1974 .

I. "Which of these items do you think should be included in faculty evaluation?"
(The item%’are arranged in the order of importance given them by district
faculty rather than in "the order used in the questionnaire.)

: Number of responses in each catego:y
- ' . Heavily Moderately Slightly Not counted

Item weighted weighted eighted © at all

Classroom effectiveness however measured 250 - 31 2
Attendance and reliability 184 89 22 5
Contributions to department/division 138 . 126 21 5
Development of instructional materials 139 128 25 4
Course or curriculum development 140 120 29 4
Innovation in teaching methods - 125 106 35 6
Ability to work smoothly with peers and .

. ~“Supervisors 78 - 136 113 62
Availability to students outside required’

‘offide hours 94 123 , 63 13
Willingness to accept advice or help 78 121 69 23
Student counseling .and placement 64 122 84 29
Work on college and/or district committees 32 157 . 81 12
‘Performing what you're teaching (i.e.,art

teachers who are workipg artists,etc.) 54 122 - 85 34
Professional publications gr exhibits 36 106 117 31
Contributions to professional . associations 25 119 102 . 33
Accumulation of graduate subject matter . .

credits - 28 115 119 33
Development of community service or off- " ‘

campus courses 1f not primary job 24 123. 98 45
Unpaid individual or small group tutoring 31 T 108 87 58
Attendance at in-service, non-credit courses

offered by college or district T 16 108 121 .47
Student -placement in community jobs 28 95 90 \\77
Work toward a doctoral degree : 22 89 122 49
Responsibility for environmental tasks ' .

(monitoring supplies, clean-up,etc.) 28 81 113 62
Advising student clubs or activities 14 87 156 37
Community service 14 18 124 81
Taking enrichment courses outside your :

own field 17 82 . 143 49
'Unpaid consultation in your own field 22 91 101 89
Persdnality and self-promotion 27 59 - 107 99
Political activity outside the campus 3 47 67 214
Personal life style - 4 22 44 219

- » - At
11, "Which way of measuring faculty accomplishment do you prefer?"
PERFO CE, as measured by observations, judgment of chairpersons, peers,
students, Supervisors, etc. . . « + o o o4 . . 4. e e s s e s s s s o s 223

OUTCOMES, as measured agaihst specified individualized goals or by ,
student achievement or accomplishment, or both . . . . « « « « ¢ o o o o« + « 92
OTHER (most people who said other said a combination fitting the discipline. 21

1 4152 - ' ’
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III. "In measuring performance, which of these metheds should or should
not be used?" ’ . .
. N A} — .
- u Number of responses. in each categor
"~ Average AR Heavily Moderately  Slightly Not counted
- Weight ‘ Item ‘ - weighted weighteg, eighted, at all
3,34 Class observation or work observation by - R P
supervisors or chairpersons ’ 105 124 - 33 16
3.20 . Written evaluations by chairpersons or
supervisars » 86 146 38 13
3.04 Class observation or work observation by _
peers ' . 99 104 46 31 .
3.01 Written student evaluations 89 125 62 17 ;
2.80  Written self-evaluations . : / 76 114 47 38"
* 2,66 Written ‘peer evaluations \ 68 115 .50 44
2,55 Grievances filed or complaints received from . : .
chairpersans or supervisors . 55 121 61 37
2.11° Grievances filed or complaints received from
peers . : 34 o111 84 .49
2,02 Grievances filed or complaints received from o
students . , 34 94 99 46

\:.
g .

IV. "In measuring outcomes. which of these methods should or should not

i

be used?"
3.12 For nongteaching faculty, an :aswer to the question,
: "Have the specified goals I set for the year ) , : ~
been met?" .

) ) 104 61 © 18 - 48
2.94 For teachef8, an answer to the question, .
"Did the learner learn what I intended

that he/she learn?" 2 © 146 .75 17 : 31
.2.27 Achievement of students as measured by \
,pre-~ and post-~tests 53 . 99 * 52 66
2,22 Summary of students meeting specified - : :
behavioral objectives X 47 " 101 49 G;Aj>
1.94 Summary of specified behavioral objectives - 2
met by non-teaching faculty 37 70 36 79 ~
© 1.64 Quantity of work produced in non~teaching :
assignments « 23 75 68 82
1.35 Summary of passing.grades achieved by
. students ‘ Ay 16 68 75 106
1.14 For teachers, number of student credit hours .
produced each semester 10 ‘59 63 122

V. "If you have been at least a year with the district, what do you think
have been the criteria used in evaluating you in the past?" v .4
(This was an optional question; few people answered it, and of those
who did, the answers were 8o varied they were impossible to tabulate.)

13




' FLORISSANT VALLEY COMMUNITY COLLEGE

Responses to Faculty Professional Growth Quest{onnaire'

The answers are arranged in the order of importance riven them by Pt

I. bn?peh of these items do you think should be 1nc1udpd in facultv evaluation?"
(
FVCC faculty. rather than in the order used in the questlonnaire )

Number of responses 1n each category

Average Heavily  Moderately Slightly Not counted
ygiﬂh}fJ [tem ( weighted - weighted weighteq at all
4.60 Classroom effectiVEﬁésh,ﬁowqur measured 100 12 3 -1
4.20 Attendance and reliability : 79 30 7 2
3.85 Contributions to department/division - 62 45 6 ) 3
3.66 Development of instructional materials 54 49 - 12 2 -
3.5h Course or curriculum development 50 51 14 2
3.47 Innovation in teaching methods 47 51 ' 18 2
31.33 Ability to work smoothly with peers and E
, supervisors 40° " 58 16 2
3.05  Availability to students outside required
- Y office hours 37 48 28 6
2.76 *Willingness to accepnt advice or help 27 53 29 9
2.68 Student counseling and placement . 24 : 55 , 29 14
2.56 Performing what vou're teaching (i.e., art
: teachers who are working artists, etc.) 24 50 ' 30 . 15
2,41 Work on college and/or district comittees 13 60 37 €
$2.26 Accumulation of graduate subject matter
credits 14 - 51 - 42 10
2.19 Professiongl publications or exhibits 18 41 . 44 13
1.90 Development of community service or off- '
campus courses if not a primary assigned o a .
£ responsibility 10 . 49 ' 36 19
1.94 Work toward a doctdral degree - 11 48 : 29 20
1.88 - Contributions to local, state. or national o,

. professional organizations 10 .46 L -32 12
. L78 4 Student placement in community jobs 11 40 34 .32
© 1,70 Unpaid individual or small group tutoring 7 . 43 35 . 29

"1.69 Attendance at in-service. non-credit, % .

courses offered bv college or district 4 - 44 46 23
1.62 Advising student clubs or activities 5 35 60 *16
1.58 Unpaid consultation in your own field 6 38 4] 32
1.56 Responsibility for environmental tasks . .
(monitoring supplies, clean-up, etc.) ] 31 50 27
1.48 Taking eprichment courses outside your ,
own fleld 2 37 53 25
1.38 Personality and self-promotion 8 25 *47 38
1.34 Community service. as evidenced by voluntary,
appointive, or elective responsihilities 4 - 28 + 53 33
1.14 Political activity outside tHe campus 2 32 . 28 55
.41 Personal life style 2 8 ) 14 91
I1T. "Which wav of measuf?ng~facu1ty accomplishment do vou prefer?" ,
1 e
2.19 PERFORMANCE. as measured by ohservations. judgment of chairpersons. peers,
' gtudents. supervisors. etc. + « « .« . . . . 7 73 3 11
.95 OUTCOMES, as measured against specified individualized goais or by
student achievement or accomplishment, sr both 0 37 1 45
)
Y s , (over) 44
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I1I. "In measuring performance, which of these methods should or should not
S be used?”
- ) . Number of responses in.each category
~ Ayerage : Heavilv Moderatelv Slightly. Not counted
wveight Item weighted weighted = weighted at all
1.31 WUritten student evaluations o : W0 gb . 26 10
3.09 Class observation or work observation ‘ '
by supervisors or chairpersons 41 ‘ 47 16 15 -
3.02 Written evaluations by chairpersons or .
supervisors 30 62 .18 -11°
2.88 - Class ohservation or work ohservation
- : by peers 39 40 23 15
$2.58 Written Self-evaluationq . 25 52 22 18
2.52 Written peer evaluations 24 52 20 19 ’
2.40 Grievances filed or comnlaints received : .
from chairpersons or supervisors 2N 51 . 28 17
2.07 . Grievances filed or comnlaints received
- from pedrs 14 45 B /) 22
1.95 Grievances filled or complaints received , : ;
from students 14 37 48 17)
IV. "In measuring outcomes, which of these methods should or should not b
used?" 3\\\\\
2.91 For teachers, an answer to the question, , ) i
"Did the learner learn what I intended . ) ,
"that he/she learn?" 45 35 B § N 25
2.32 For non-teaching faculty. an answer to the
question, ''Have the specified goals I
set for the year been met?" 38 - 24 12 43
1.73 Achievement of students as measured by
. pre- and post-tests 15 - 36 20 44
1.59 Summary of students meeting specified
behavioral objectives " 11 © 36 23 47
1.51 Quantity of work produced in non teaching
: " assignments : 12 31 24 : 50
1.31 Summary of specified behavioral objectives
met by non-teaching faculty 10 29 17 59
1.06 Summary of passing pgrades achieved by, . .
students 5 22 34 55
1.n5 for teachers, number of student credit
hours produced each semester : 5 .36 20 62
\ | ~
V. "If you have heen at least a year with the district, what do vou think have
been the criteria used In evaluating you in the pant’”
(This was an optional question: few people answered it, and of those
who did, the answers were so varied they were impossible to tahulate.) .
45




» -
. 41
) * FOREST PARK COMMUNITY COLLEGE ONLY _ August, 1974
- ~ Responses to Faculty Professional Growth Questionnaire
g 2 I. "Which of these items do vou think should be included in faculty evaluatiOn?"
(The answers are arranged in the order of importance given them by
FPCC faculty, rather -than in the order used in the questionnaire.)
x“ Number of responses in each category
Ave rage . ) ° Heavily /. Moderately Slightly Not counted
-weight Item welght weighted . weighted at all
4,81 Classroom effectiveness however measured- 76 6 1 0
3.96 Course or curriculum development 46 ~ .30 5 1
- 3.87 Innovation in teaching methods 43 32 6 1
3.71 Development of instructional materials 36 41 5 1
3.6} Contributions to department or division 33 41 8 0
3.16 Ability to work smoothly with peers and .
supervisors 25 39 - 17 "1
3.09 Availability to students outside required
office hours 26 . 34 18 3
2.86 Willingness to accept advice or help 24 ‘ ‘32 16 9
2.69 Student counseling and placement _ 17 - 38 25 . 3
'2.55  Attendance! and weliability 25 39 17 1
2.47 Work on college and/or district committees 6 48 1
2,32 Performing what you're teaching (i.e., art ¥
teachers who are working artists, etc. )y 15 26 35 5
2.16 |, Unpaid individu@l or small group tutoring 11 31 25 13
2.06 Contributions ¢o professional organizations 7. 33 33 8
2,05 Professional publications or exhibits 9 29 . - 36 . 8
1.94 Attendance at in-service, non-credit R ' _
' courses offered by college or district 7« 30 34 11
1.89 Development of community service or off- : ‘
campus courses if not main job 7 - 29 31 14
~ 1.81 _ Accumulation of graduate subject matter ‘
credits 7 25 37 12
1.75 "~ Responsibility for environmental tasks - '
(monitoring gupplies, clean-up, etc.) 9 22 31 19
1.73* Unpaid consultiﬁig% in your own field 7 26 30 18
1.66 Taking enrichment courses outside own field i% 21 43 12
1.64° Student placement in community jobs 27 25 23
1.58 Community service . 7 21 s 30 23
1.58 Work toward a doctoral degree 5 19 46 11
1.49 Advising student clubs or activities 2 22 - 52 10
1.28 Personality and self-promotion 11 13 26 33
Lhb Political ,activity outside the campus 1 7 11 66
.36 Personal life style 1 K .15 62
II. "Which way of measuring faculty accomplishment do you prefer?"
PERFORMANCE, as measured by observations, judgment of chairperaone, peers,
students, supervisors, €tC. . + « + o« o« s o o ¢ . . e e e s e e 39
OUTCOMES, as measured against specified individualized goale or by
student ment or accomplishment, or both . . + « « ¢« ¢ « « o« « « « « 19
OTHER q&ict pedple who said other said a combination fitting the discipline) -13 ¢
46 - ,
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Average

weight

" 3.76

»

4,16

T

4,03

2.87
2.71

2.54

1.88

1.77

1,41

Class observation or work observation

a
"
III. "In meas&ring Eerformance which of these methods should or should
not be used?" ; ‘ . '

Number of responses in each cafegory

Heavily Moderately Slightly Not counted.

Item , welghted . weipghted weighted - _at all

or work observation by supervisors or ' .
chairpersons 35 35 ) 6 0.

Written evaluations. by chairpersons or . : {
supervisors 30’ 34 10 1
‘Written student- evaluations . 32 28 14 2
Class cbservation or work observation
by peers 23 31 9 10
Grievances.filed or complaints received. from 4 _
chairpersons or supervisors 16 33 14 9 :
Written self-evaluations 19 28 16 10
Written peer evaluations 18 27 5 15
Grievances filed or complaints received
from students 10 29 18 .16
Grievances filed or complaints received
. from peers : 10 27 22 14
IV. "In measuring gutcomes, which of ‘these methods should or should mot.
be uged?" A

or *eacher}, an’ angwer to the question,

"Did .the learner learn what I intended '

that he/she learn?" 50 19 - 5 1
For non-teaching faculty, an answer to the
question, "Have the specified goals I set

for the year been met?" . 35 17 4 1
Sumary of students meefing specified . R \
behavioral objectives ' 17 34 8 9
Summary of specified behavioral cbjectives :

met by non-teaching faculty 13 . 32 10 7
Achievement of students as measured by

pre~ and poat-~tegts 16 28 19 ;\\Q\,
Quantity of work produced in non- } NY
teaching assignments . 6 23 20 - 14
Suimm of passing grades achieved by

student 6 25 19 20
For teachers, number of student credit

hours produced each semester 2 21 19 23

"

V. "If you have been at least a year with the district, what do you think .
have been the criteria ugsed in evaluating you in the past?"

(Thic was an optional question; few people answered it, and of those
who did, the answers were go varied they were impossible to tabulate.)

4
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; Ve A . Results of the

’ Faculty Profcssional Growth Committce
|
|

Survey
Meramec Faculty Only

Listed below are items included in faculty evaluation in order of
popularity. The numbers on the left hand side is the average scare

based on a 0 - 5 scale. ¢

4.69 classroom effectiveness, however measured

4.00 attendance and reliability

3.81 development of -instructional materials .

3.78 courgse or curriculum developmenc ‘ "

3.62 contributions to department/division -

3.5 - innovation in.teéaching methods

3.3 ability to work smoothly with peers and supervisors

3.01 willingness to accept advice or help " .

2.95 availability to students ouEiigﬁbrequired office hours

2.59 work on college and/or district committees

2.35 performing wvhat you're tjeaching (1.e., art teachers who are working <,
artists, English teachers who produce poetry, science teachers
who do reasearch) )

2.09 development of .cormmunity service gr off-campus courses if not a
primary assigned responsibility

2.03 professional publications or exhibits °

1.97 ¢ontributions to local, staté,”or national professional organizations

1.96 unpaid individual or small group tutoring

1.91 gtudent counseling and placement -

1.88 accumulation of graduate subject matter credits

1.81 © attendance at in-service, non-credit, courses offered by college

¢ or district : -
1.70 taking enrichment courses outside your own field
1.70 responsibility for environmental tasks (issuance and monitoring of

physical supplies, cleanup in labs, theaters, etc., vwhen student
assistance is not available) !
1.69 advising student clubs or activities

1.65 work toward a decctoral degree
1.62 unpaid consultation in your own field )
1.61 commynity service, as evidenced by voluntary,.appointive, or
. elective responsibilities
1.61 student placemeni in eommunity jobs ! .

1.48 personality and self-promotion
.61 political activity outside the campus

.52 personal life style
Preference for measuring faculty agcomplishment
Total ’

84 PERFORMANCE

32 OUTCOMES ' ‘ b

8 other
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Metliods prefered in measuring performance, placed in order. {
3.42 class observation or work obsgérvation by supervisors ar chairpersons
3.29 written evaluations by chairpersons or supervisors '
3.20 class observation or work observation by peers
2.98 written self-evaluations
2.77 written student evaluations
2.75 written peer evaluations
2.56 grievances files or complaints received from chairpersons or
: supervisors ' g : .
2.15 grievances filed or complaints received from peers
1.86 grievances filed or complaints received from students

Methods prefered in measuring outcomes, placed in order.

4.15 for teachers, an answer to the question, '"Did the learner learn
' what I intended that she/he learn?’
3.64 for non-teaching faculty, an answer to the question, '"Have the
. specified goals I set for the year been met?" -
2.72 achievement of students as measured by pre- and-post-tests.

2.56 sumnary of students meeting specified behavioral objectives

2.25 summary of dpecified behavioral objectives met by non-teaching faculty

1.54 quantity of work produced in non-teaching assignments
1.48 for teachers, number of student credit hours produced each scmester
L__\

L
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